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• When	immediate	managers	mediate	effectively	between	employees	and	skip-level	leaders	It	seems,	from	this	list,	that	managers	'call	the	tune'	when	it	comes	to	voice,	as	they	appear	to	have	the	power	of	veto	based	on	their	perceptions	of	the	person	giving	 voice	 and	 the	 nature	 of	 the	message	 being	 given.	 Yet	 voice	 has	 already	
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16-25	 26-35	 36-45	 46-55	 56+	
9	(11%)	 14	(18%)	 18	(23%)	 17	(21%)	 22	(27%)	
Years	Employed	by	Organisation		
0-2		 2-4	 4-6	 6-8	 9+	
16	(20%)	 15	(19%)	 8	(10%)	 12	(15%)	 29	(36%)	
Type	of	Organisation		
Private	Sector	 Public	Sector	 Third	Sector	 Other	





Staff	 Technical	 Professional	 Supervisor	 Manager	 Senior	
Manager	
Other	
15	(19%)	 4	(5%)	 13	(16%)	 8	(10%)	 19	(24%)	 10	(12%)	 11	(14%)	
Nature	of	Employment		
Full	Time	Permanent	 Part	Time	Permanent	 Freelance	 Contractor	
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Table	4.2:	Factor	Arrays	for	the	Five	Factors																																																																																 	 	 	 	 Factor	Arrays	
	
	 	 	 	 	 	 	 	 	 1						2						3						4						5					1		You	need	to	work	out	who	you	can	trust	before	you	speak								your	mind	at	work		 	 	 	 	 	 															-1						2						2						0						2			2		It's	easy	to	share	information	where	I	work																													 																0					-4						1					-1						0			3		If	I	have	a	good	idea	at	work	I	know	what	to	do	with	it																	 	 1					-1						0						0						1			4		Managers	will	make	better	decisions	if	they	take	staff								opinions	on	board	 	 	 	 	 	 												 3						2						3					-1						4			5		I	can	be	myself	at	work																																																	 	 	 1					-3				-1							0						1			6		People	should	discuss	things	face	to	face	more	often	at	work												 2						2						1							2						3			7		It's	easier	to	say	what	you	think	if	you're	a	manager																		 															-1						0						3							2						1			8		It	would	be	nice	to	be	consulted	sometimes	instead	of	just								being	told												 	 	 	 	 	 	 0						2						4						1					-2			9		Messages	can	easily	get	distorted	where	I	work																									 															-2						3						0						2					-2		10		Choosing	to	stay	silent	can	send	out	a	powerful	message																														-3				-2					-1					-2						0		11		People	where	I	work	are	interested	in	what	you're	thinking													 0				-1							1					-1						0		12		It	feels	good	when	you	help	to	change	things	by	what										you've	said												 	 	 	 	 	 	 4						4						3							4					-2		13		If	you	prefer	to	keep	quiet	at	work	that's	up	to	you																		 															-1						0						1							1					-3		14		I	will	keep	quiet	at	work	if	I	think	I	don't	know	enough										about	the	subject										 	 	 	 	 															-1						1						2							1						1		15		It's	really	frustrating	to	have	to	keep	quiet	about	things										at	work											 	 	 	 	 	 															-1						1						0						-4				-4		16		I'm	quite	happy	to	stand	up	for	myself	at	work																									 	 4						1					-3							1						1		17		There	is	an	open	style	of	management	where	I	work																						 	 0					-4				-2							3						1		18		My	manager	likes	hearing	my	ideas																																							 	 0					-2						0					-1						1		19		I	feel	that	my	opinion	matters	at	work																																		 	 3					-1					-1						0						0		20		You	need	to	understand	the	politics	at	work	before	you										speak	your	mind										 	 	 	 	 															-1							1						4					-4						3		21		I	can	ask	my	manager	about	anything	I	want																													 	 0						-3					-1						2				-1		22		I	speak	up	at	work	if	I	feel	strongly	enough	about	something											 2							3							0							3			-1		23		We	talk	about	the	same	problems	all	the	time	at	work										without	resolving	them										 	 	 	 	 															-2							4					-1						-2			-3		24		Keeping	quiet	is	a	good	way	to	protect	yourself	at	work														 															-2							1					-1					-2						1		25		It	feels	completely	natural	to	say	what	I	think	at	work																 	 3					-1					-1					-1						0		26		Creativity	is	valued	where	I	work																																					 	 	 2					-2							0					-2						2		27		Keeping	your	thoughts	to	yourself	at	work	is	not	helpful																 0						0						-1							0				-4	
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	Statement		 	 	 	 	 	 	 																Factors	
	
	 	 	 	 	 	 	 	 	 1								2						3						4						5		
			16	I'm	quite	happy	to	stand	up	for	myself	at	work		 	 	 4								1					-3						1						1			19	I	feel	that	my	opinion	matters	at	work		 	 	 	 3							-1				-1							0					0				25	It	feels	completely	natural	to	say	what	I	think	at	work	 	 	 3							-1				-1					-1						0			49	There	are	lots	of	ways	I	can	have	my	say	at	work	 	 	 1							-3				-2							0					0				28	You	get	credit	for	your	ideas	and	suggestions	where	I	work	 	 1							-3				-2					-3						0			43	I	feel	empowered	when	I	speak	my	mind	at	work	 	 	 1							-1					0						-1					0			15	It's	really	frustrating	to	keep	quiet	about	things	at	work															 															-1								1					0						-4				-4				7	It's	easier	to	say	what	you	think	if	you're	a	manager	 																															-1								0					3								2					1			14	I	will	keep	quiet	at	work	if	I	think	I	don't	know	enough	about				the	subject	 	 	 	 	 	 																															-1								1					2							1						1				35	If	I	keep	quiet	about	my	concerns	at	work	people	will	get				away	with	murder	 	 	 	 	 																															-1								1				-3							1						0				20	You	need	to	understand	the	politics	at	work	before	you				speak	your	mind	 	 	 	 	 																															-1								1					4						-4						3				1	You	need	to	work	out	who	you	can	trust	before	you	speak					your	mind	at	work	 	 	 	 	 																															-1								2					2							0							2			36	I	will	avoid	confrontation	at	work	whenever	I	can	 																															-2								0					3							3							2			42	Speaking	your	mind	at	work	could	damage	your	career																															-2								1					1						-1					-1				47	I	tend	to	keep	quiet	for	an	easy	life	 	 	 																															-3								0					0							2							2			
Table	4.4:	Distinguishing	Statements	for	Factor	2		
Statement		 	 	 	 	 	 	 	 Factors	
	
	 	 	 	 	 	 	 	 	 2								1						3						4						5					23	We	talk	about	the	same	problems	all	the	time	at	work	without				resolving	them	 	 	 	 	 	 	 	 4							-2					-1				-2					-3				32	It	takes	more	than	words	to	change	people's	attitudes	 	 	 3								1							1					0					-2						8	It	would	be	nice	to	be	consulted	sometimes	instead	of	just	being	told	 2								0							4					1					-2					40	If	you	speak	up	at	work	you'll	be	labelled	as	a	troublemaker	 	 2							-3					-3				-4					-1					20	You	need	to	understand	the	politics	at	work	before	you	speak				your	mind	 	 	 	 	 	 	 	 1							-1						4				-4							3				36	I	will	avoid	confrontation	at	work	whenever	I	can		 	 	 0							-2						3					3							2			47	I	tend	to	keep	quiet	for	an	easy	life	 	 	 	 	 0							-3						0					2							2				3	If	I	have	a	good	idea	at	work	I	know	what	to	do	with	it	 	 															-1								1						0					0							1				39	People	should	just	get	on	with	their	jobs	and	not	worry	about				giving	their	opinions	 	 	 	 	 	 															-2							-4					-4			-1						3			18	My	manager	likes	hearing	my	ideas	 	 	 	 															-2								0							0			-1						1				5	I	can	be	myself	at	work	 	 	 	 	 															-3								1						-1				0						1				49	There	are	lots	of	ways	I	can	have	my	say	at	work	 	 															-3								1						-2				0						0			21	I	can	ask	my	manager	about	anything	I	want	 	 	 															-3								0						-1				2					-1				17	There	is	an	open	style	of	management	where	I	work	 	 															-4								0						-2				3						1				2	It's	easy	to	share	information	where	I	work	 	 	 															-4								0							1			-1						0	
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Table	4.5:	Distinguishing	Statements	for	Factor	3																																						Statement		 	 	 	 	 	 	 	 Factors	
	
	 	 	 	 	 	 	 	 	 3								1						2						4						5	
						8	It	would	be	nice	to	be	consulted	sometimes	instead	of	just	being	told	 4								0						2						1					-2					47	I	tend	to	keep	quiet	for	an	easy	life	 	 	 	 	 0							-3						0						2						2						9	Messages	can	easily	get	distorted	where	I	work		 	 	 0							-2						3						2					-2					5	I	can	be	myself	at	work	 	 	 	 	 															-1								1					-3						0						1				49	There	are	lots	of	ways	I	can	have	my	say	at	work	 	 															-2								1					-3						0						0			17	There	is	an	open	style	of	management	where	I	work	 	 															-2								0					-4						3						1				45	You	need	to	be	outgoing	and	open	to	speak	up	at	work	 	 															-2							-1						0						0						3				48	If	you've	got	something	to	say	at	work	then	say	it		 	 															-2								1							0				-1						2				16	I'm	quite	happy	to	stand	up	for	myself	at	work		 	 															-3								4							1						1						1				35	If	I	keep	quiet	about	my	concerns	at	work	people	will	get				away	with	murder	 	 	 	 	 	 															-3							-1						1						1						0		
Table	4.6:	Distinguishing	Statements	for	Factor	4		
Statement		 	 	 	 	 	 	 	 Factors	
	
	 	 	 	 	 	 	 	 	 4								1						2						3						5	
					29	There	are	always	people	who	will	see	the	downside	in	something	 4									0						3						2						2			17	There	is	an	open	style	of	management	where	I	work	 	 	 3									0					-4				-2						1						1	You	need	to	work	out	who	you	can	trust	before	you	speak				your	mind	at	work	 	 	 	 	 	 	 0								-1						2						2						2				39	People	should	just	get	on	with	their	jobs	and	not	worry	about				giving	their	opinions	 	 	 	 	 	 															-1								-4					-2				-4						3				48	If	you've	got	something	to	say	at	work	then	say	it	 	 															-1									1							0				-2						2			50	Bottling	things	up	at	work	is	bad	for	your	health	 	 															-1									1							2						2				-3					4	Managers	will	make	better	decisions	if	they	take	staff	opinions				on	board		 	 	 	 	 	 	 															-1									3							2						3						4					20	You	need	to	understand	the	politics	at	work	before	you				speak	your	mind	 	 	 	 	 	 															-4								-1							1						4					3	
	
Table	4.7:	Distinguishing	Statements	for	Factor	5		
Statement		 	 	 	 	 	 	 	 Factors	
	
	 	 	 	 	 	 	 	 	 5								1						2						3						4	












































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































	An	Exploration	of	Employee	Silence	in	the	Workplace			I	 have	 the	 read	 the	 information	 leaflet	 relating	 to	 the	 above	 programme	 of	research	in	which	I	have	been	asked	to	participate	and	have	been	given	a	copy	to	keep.	The	nature	and	purposes	of	the	research	have	been	explained	to	me,	and	I	have	 had	 the	 opportunity	 to	 discuss	 the	 details	 and	 ask	 questions	 about	 this	information.	I	understand	what	it	being	proposed	and	the	procedures	in	which	I	will	be	involved	have	been	explained	to	me.		I	 understand	 that	my	 involvement	 in	 this	 study,	 and	 particular	 data	 from	 this	research,	will	 remain	 strictly	 confidential.	Only	 the	 researchers	 involved	 in	 the	study	will	have	access	to	the	data.	It	has	been	explained	to	me	what	will	happen	once	the	experimental	programme	has	been	completed.		I	hereby	freely	and	fully	consent	to	participate	in	the	study	which	has	been	fully	explained	to	me.	Having	given	this	consent	I	understand	that	I	have	the	right	to	withdraw	from	the	programme	at	any	time	without	disadvantage	to	myself	and	without	being	obliged	to	give	any	reason.		Participant’s	Name	(BLOCK	CAPITALS)	…………………………………………………………………….		Participant’s	Signature	………………………………………………………………………………………..		Investigator’s	Name	(BLOCK	CAPITALS)	…………………………………………………………………..		Investigator’s	Signature	………………………………………………………………………………………		Date:	………………………….	
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Annexe	3:	Statements	to	be	used	for	Q	Sort	Sessions		
• You	need	to	work	out	who	you	can	trust	before	you	speak	your	mind	at	work	(-)	
• It's	easy	to	share	information	where	I	work	(+)	
• If	I	have	a	good	idea	at	work	I	know	what	to	do	with	it	(+)	
• Managers	will	make	better	decisions	if	they	take	staff	opinions	on	board	(=)	
• I	can	be	myself	at	work	(+)	
• People	should	discuss	things	face	to	face	more	often	at	work	(-)	
• It's	easier	to	say	what	you	think	if	you're	a	manager	(-)	
• It	would	be	nice	to	be	consulted	sometimes	instead	of	just	being	told	(-)	
• Messages	can	easily	get	distorted	where	I	work	(-)	
• Choosing	to	stay	silent	can	send	out	a	powerful	message	(=)	
• People	where	I	work	are	interested	in	what	you're	thinking	(+)		
• It	feels	good	when	you	help	to	change	things	by	what	you've	said	(+)	
• If	you	prefer	to	keep	quiet	at	work	that's	up	to	you	(=)	
• I	will	keep	quiet	at	work	if	I	think	I	don't	know	enough	about	the	subject	(=)	
• It's	really	frustrating	to	keep	quiet	about	things	at	work	(-)	
• I'm	quite	happy	to	stand	up	for	myself	at	work	(+)	
• There	is	an	open	style	of	management	where	I	work	(+)	
• My	manager	likes	hearing	my	ideas	(+)	
• I	feel	that	my	opinion	matters	at	work	(+)	
• You	need	to	understand	the	politics	at	work	before	you	speak	your	mind	(-)	
• I	can	ask	my	manager	about	anything	I	want	(+)	
• I	speak	up	at	work	if	I	feel	strongly	enough	about	something	(=)	
• We	talk	about	the	same	problems	all	the	time	at	work	without	resolving	them	(-)	
• Keeping	quiet	is	a	good	way	to	protect	yourself	at	work	(-)	
• It	feels	completely	natural	to	say	what	I	think	at	work	(+)	
• Creativity	is	valued	where	I	work	(+)	
• Keeping	your	thoughts	to	yourself	at	work	is	not	helpful	(=)	
• You	get	credit	for	your	ideas	and	suggestions	where	I	work	(+)	
• There	are	always	people	who	will	see	the	downside	in	something	(=)	
• It's	boring	if	you	can't	share	your	ideas	at	work	(=)	
• We	are	encouraged	to	learn	from	each	other	where	I	work	(+)	
• It	takes	more	than	words	to	change	people's	attitudes	(=)	
• It's	hard	to	speak	up	at	work	if	your	views	are	different	(-)	
• Everyone	at	work	has	something	useful	to	say:	it	doesn't	matter	who	they	are	(=)	
• If	I	keep	quiet	about	my	concerns	at	work	people	will	get	away	with	murder			 					(-)	
• I	will	avoid	confrontation	at	work	whenever	I	can	(=)	
• Speaking	your	mind	at	work	will	help	people	to	understand	your	situation	(=)	
• Where	I	work	there	is	always	someone	to	talk	to	if	you	need	to	(+)	
• People	should	just	get	on	with	their	jobs	and	not	worry	about	giving	their	opinions	(=)	
• If	you	speak	up	at	work	you'll	be	labelled	as	a	troublemaker	(-)	
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• Nobody	gains	anything	from	complaining	at	work	(=)	
• Speaking	your	mind	at	work	could	damage	your	career	(-)	
• I	feel	empowered	when	I	speak	my	mind	at	work	(=)	
• Speaking	up	about	things	at	work	is	just	making	a	fuss	(-)	
• You	need	to	be	outgoing	and	open	to	speak	up	at	work	(=)	
• My	organisation	takes	action	on	what	we	say	(+)	
• I	tend	to	keep	quiet	for	an	easy	life	(-)	
• If	you've	got	something	to	say	at	work	then	say	it	(=)	
• There	are	lots	of	ways	I	can	have	my	say	at	work	(+)	
• Bottling	things	up	at	work	is	bad	for	your	health	(-)			 	
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APPENDIX	8	
	
EXAMPLE	OF	A	CODED	INTERVIEW	TRANSCRIPT			Q:	So	thank	you	for	coming	along	and	I'll	start	by	asking	you	a	question	why	were	you	interested	in	taking	part	in	research	in	this	research?		A:	OK	I	suppose	the	erm	the	thing	that	resonated	for	me	was	the	from	a	voice	perspective	about	having	a	voice	within	the	organisation	erm	it's	something	that	I'm	particularly	interested	in	from	a	manager's	perspective	about	giving	voice	to	the	team	but	also	I	find	there	are	certain	erm	areas	within	the	work	environment	that	I	find	it	particularly	easy	to	have	a	voice	and	perhaps	probably	quite	a	prominent	voice	but	there	are	elements	of	the	organisation	where	I	am	pretty	mute	(voice	is	different	depending	on	where	you	are)	erm	and	come	out	of	situations	wanting	to	kind	of	kick	myself	erm	because	in	retrospect	there's	quite	a	lot	I	have	to	say	or	wanted	to	have	said	but	didn't	(missing	the	boat	with	
voice)	so	it's	a	kind	of	a	two	it's	about	me	understanding	about	voice	to	staff	but	also	from	a	personal	perspective	as	well		Q:	OK	so	managers	have	problems	with	voice	as	well	A:	Managers	have	problems	with	voice	(...)	from	a	personal	perspective	I	have	problems	with	voice	going	up	and	I	also	have	problems	with	staff	feeling	that	staff	don't	contribute	as	much	as	they'd	like	to	all	the	frustration	when	they	don't	when	you	think	they've	been	given	the	opportunity	to	(...)	(staff	don't	take	
opportunities	to	voice)	Q:	Is	that	contributing	to	you	or	in	other	forums?	A:	Erm	in	the	(...)	in	forums	where	I'm	I'm	present	and	erm	my	staff	are	present	and	I	know	that	they	could	contribute	to	things	that	are	being	discussed	and	don't	I	haven't	erm	(...)	so	yes	so	both		Q:	If	I	was	to	ask	you	to	say	a	bit	more	about	the	situations	where	you	as	a	manager	are	able	to	give	voice	and	times	when	you're	not	A:	Erm	do	you	mean	on	behalf	of	my	(...)	on	behalf	of	my	staff	or	(...)	Q:	Probably	you	as	an	individual	how	well	you're	heard	as	a	person	A:	As	a	person	I	think	that's	about	distinguishing	between	the	manager's	role	and	how	much	you're	heard	as	a	person	erm	I	think	it's	about	feeling	feeling	safe	I	feel	much	easier	to	give	a	when	I'm	in	very	familiar	surroundings	with	people		
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	with	people	I	have	a	lot	to	do	with	on	a	regular	basis	(voice	feels	safe	in	familiar	
surroundings)	but	I	think	that	you	(...)	I	sometimes	find	myself	in	situations	where	it's	not	familiar	it's	quite	formal	and	erm	and	I	find	that	erm	I	can	give	you	a	good	example	I'm	giving	a	paper	to	a	(named	management	team	meeting)	and	am	only	being	allowed	to	respond	to	questions	rather	than	being	allowed	erm	(...)	to	sort	of	free	free	flow	to	sort	to	speak	erm	as	things	come	into	your	mind		that	it's	quite	formal	erm	and	cause	I	find	it	quite	difficult	and	so	if	you're	in	a	formal	environment	and	you're	kind	of	you're	not	allowed	to	speak	freely	and	you	only	need	one	knockback	and	that	will	that	I'm	kind	of	shot	you	down	if	that	makes	sense	so	erm	(formal	fora	can	inhibit	voice)	Q:	What	sort	of	meetings?		A:	Sort	of	(named	management	team	meeting)	yeah	where	things	are	more	formal	erm	so	(named	management	team	meeting)	where	you	might	not	be	familiar	with	the	people	that	you're	dealing	with	or	you	might	not	deal	with	them	in	such	a	formal	way	you	might	meet	them	you	know	(voice	feels	safe	in	
familiar	surroundings)	you	might	have	a	meeting	with	them	one-to-one	but	then	you	know	you	have	a	very	formal	round	table	situation	but	also	erm	in	meetings	where	you	have	a	erm	a	kind	of	governance	structure	that	we	might	not	be	familiar	with	from	a	staff	perspective	but	it's	very	formal	governance	so	it's	a	bit	like	that	because	it's	the	(named	members)	etc	(formal	fora	can	inhibit	
voice)	and	it's	about	sort	of	adjusting	your	delivery	depending	on	the	audience	and	that	can	sometimes	be	difficult	(packaging	message	to	suit	the	audience)	it's	about	erm	we	don't	I	think	we're	all	different	in	terms	of	what	we	find	comfortable	when	giving	voice	and	so	putting	people	in	formal	very	formal	unfamiliar	situations	they	might	have	a	lot	to	say	or	a	lot	to	contribute	to	they	find	it	so	unfamiliar	and	formal	that	that	they	just	sit	back	and	shut	down	
(formal	fora	can	inhibit	voice)	Q:	And	do	those	situations	exist	quite	often	is	it	quite	often	that	there	is	a	formal	air	when	you're	able	to	give	voice?		A:	I	think	that's	where	I	struggle	to	give	voice	yes	yes	absolutely	you're	so	worried	about	following	process	that	you	(...)	you	almost	miss	the	moment	you	know	things	have	moved	on	by	the	time	you	think	when	is	it	going	to	be	alright		
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	to	say	something	now	you've	missed	your	gap	or	you	or	when	should	I	say	something	or	is	it	all	right	to	say	something	erm	because	it's	a	kind	of	formal	formal	environment	(fear	of	breaking	protocol	impacts	on	voice)	Q:	OK	so	can	you	tell	me	a	little	bit	about	how	you	share	your	ideas	your	opinions	and	your	suggestions	at	work	what's	the	way	you	go	about	it?	A:	Erm	in	terms	of	a	familiar	team	I	can	do	that	very	vocally	in	team	meetings	erm	one-to-ones	erm	emails	(sharing	ideas	in	the	team)	that	usually	if	I	have	to	deliver	something	to	a	more	senior	group	I'll	do	that	on	paper	and	I'll	feel	quite	comfortable	doing	that	on	paper	(comfort	in	written	communications)	and	if	I'm	then	asked	to	share	the	opinion	vocally	I	find	it	very	difficult	because	again	its	about	a	sort	of	formal	environment	but	hierarchy	it's	about	hierarchy	as	well	it's	about	not	necessarily	feeling	comfortable	having	voice	erm	(...)	I'm	much	happier	giving	a	critique	or	written	paper	than	erm	than	you	know	saying	it	verbally	(formal	and	hierarchical	fora	inhibit	voice)	Q:	So	I	understand	now	what	you	mean	because	you	said	earlier	I	can	only	respond	to	questions	and	that	means	you've	submitted	a	written	paper	to	a	forum	they've	read	it	you	come	in	they	ask	you	questions...		A:	Yeah	yeah	so	does	that	make	sense?		Q:	Yeah	is	that	how	decisions	are	made	around	here?		A:	Yeah	it	seems	yeah	absolutely	erm	and	it's	that	kind	of	erm	you	having	your	own	ideas	and	it's	not	a	kind	of	two-way	discussion	or	process	erm	this	is	how	you	communicate	and	erm	don't	you're	not	able	to	have	a	voice	to	feed	into	that	
(formal	means	answering	questions	not	discussing)	Q:	But	generally	speaking	do	you	like	to	share	your	ideas	work?	A:	I	like	sharing	them	I	don't	always	feel	comfortable	sharing	them	but	I	think	sometimes	we	work	in	an	environment	where	the	people	feel	they're	familiar	with	the	situation	they	feel	comfortable	so	there	they	get	they	get	a	voice	(voice	
feels	safe	in	familiar	surroundings)	and	erm	things	are	set	up	so	that	people	who	are	more	erm	more	reflective	kind	of	miss	the	boat	because	things	move	on	quite	quickly	so	erm	if	you	don't	have	a	voice	and	you	don't	have	it	quickly	things	are	kind	of	moved	forward	(reflectors	miss	the	boat)	in	a	I	don't	know	whether	we're	very	good	at	reflecting	on	all	the	different	mediums	and	ways	of	people		
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	having	a	voice	and	adjusting	how	are	you	how	are	you	(one	size	fits	all	
approach	to	voice)	if	you	take	an	average	(name	of	organisation)	team	meeting	you	know	we	work	through	the	agenda	we	discuss	things	and	then	we	move	on	decisions	are	made	we	move	on	that	doesn't	necessarily	give	voice	to	people	who	want	to	go	mmm	I'd	like	to	think	about	that	then	come	back	(meetings	don't	
allow	for	reflection)	Q:	So	in	team	meetings	it's	much	more	(...)	free	and	there	is	time	for	reflection	trying	out	ideas?		A:	Mmm	probably	not	in	team	meetings	there's	time	for	preparation	so	you're	prepared	when	you	go	in	about	what	you're	going	to	discuss	but	actually	if	if	because	of	someone's	opinion	you	might	try	and	change	your	viewpoint	if	you	don't	have	a	voice	then	and	say	something	anything	quick	and	think	on	your	feet	then	you've	moved	on	decisions	have	been	made	things	have	moved	on	
(meetings	don't	allow	for	reflection)	and	actually	it's	not	that	you	didn't	have	an	opinion	it	was	that	you	took	a	long	while	to	perhaps	come	round	to	that	way	of	thinking	we	move	we	move	forward	and	decisions	are	made	and	plans	are	drawn	up	and	and	(...)	(reflectors	miss	the	boat)	Q:	And	what's	your	opinion	of	the	decisions	that	are	made	in	that	kind	of	way?	A:	Erm	I	don't	know	whether	other	people	necessarily	feel	that	you've	got	ownership	of	them	that	you	can	feel	that	you	(...)	yeah	you	don't	feel	a	part	of	them	because	you	go	away	but	also	then	if	you	go	away	and	reflect	and	you've	then	got	an	opinion	that	isn't	isn't	the	same	as	the	outcome	that's	decided	in	the	meeting	what	what	voice	have	you	then	got	to	change	it	at	a	later	time	and	I	think	that	that	I	don't	know	that's	minimal	(reflectors	can't	own	decisions)	Q:	OK	but	do	you	have	to	support	the	decision?	A:	Yeah	I	think	so	yeah	especially	when	it's	made	by	management	(laughs)	yes	we	do	(supporting	decisions	you	don't	agree	with)	Q:	Have	you	ever	been	silenced	at	work?		A:	Erm	(...)	have	I	been	silenced	I	have	raised	erm	(...)	how	do	I	put	this	I've	raised	issues	that	have	not	been	taken	very	well	and	because	the	reaction	has	been	quite	erm	(...)	if	I	say	aggressive	that's	an	overstatement	but	because	something	hasn't	been	received	very	well	and	the	person	has	responded	in	a		
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	fairly	aggressive	(people	can	respond	aggressively	to	feedback)	what's	the	other	word	my	response	is	I'm	not	going	to	take	that	any	further	because	I	I	don't	feel	comfortable	with	somebody	else's	being	uncomfortable	and	reacting	to	me	in	a	way	that's	that's	quite	I	just	I'll	just	it	felt	like	even	though	you	weren't	actually	silenced	it	felt	like	you	were	being	silenced	because	somebody	didn't	take	your	opinion	on	board	it	was	just	bleuuurgh	so	yeah	that	feels	that	feels	like	being	silenced	so	somebody	isn't	prepared	to	take	it	it's	not	criticism	but	isn't	prepared	to	take	feedback	and	because	they're	not	prepared	to	take	that	feedback	they	respond	in	a	way	that's	quite	full-on	(people	can	respond	
aggressively	to	feedback)	so	you	just	step	back	and	don't	take	the	issue	any	further	(stepping	back	from	aggression)	so	you	and	not	following	protocol	when	you	don't	quite	know	what	the	protocol	was	so	it's	not	time	for	you	to	say	that	I	guess	that's	just	process	ignorance	of	process	but	yes	(fear	of	breaking	
protocol	impacts	on	voice)	Q:	And	is	that	a	regular	occurrence?		A:	Erm	not	not	now	no	I	think	that	was	under	a	that	has	been	under	a	previous	management	structure	where	you	are	you	know	you	were	silenced	because	you	said	something	that	isn't	in	tune	with	what	the	manager's	thinking	erm	(need	to	
be	in	tune	with	manager	to	get	heard)	and	that	used	to	happen	on	a	fairly	regular	basis	now	I	think	we	are	in	from	a	team	perspective	in	quite	a	different	place	erm	(...)	so	not	on	a	regular	basis	no		Q:	OK	do	you	ever	keep	quiet	to	protect	other	people?	A:	(...)	Yes	(...)	I'm	just	trying	to	think	of	an	example	yes	I	would	say	I	did	and	protecting	other	people	protecting	other	people	from	being	anxious	protecting	other	people	from	being	hurt	erm	protecting	other	people	from	bad	news	erm	(...)	so	yeah	(protecting	people	from	bad	news)	Q:	Do	you	think	that's	something	that	a	manager	should	expect	to	do?	A:	No	no	but	I	don't	think	as	an	organisation	we	are	not	very	good	at	delivering	news	bad	news	so	I	think	that	we	kind	of	perhaps	collude	in	the	erm	you	know	the	culture	of	not	treating	people	as	grown-ups	and	that	they	might	be	able	to	take	take	that	(protecting	people	from	bad	news:	they	can	take	it)	as	it's	a	bit	erm	it's	perhaps	you	do	it	sometimes	when	you're	not	clear	about	the	message		
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	so	you	know	that	there's	a	message	but	you're	not	entirely	clear	what	the	message	is	so	you	just	hold	on	to	the	message	and	actually	you	should	be	erm	(...)	delivering	the	message	(lack	of	clarity	means	hold	on	to	message)		Q:	So	you	mentioned	the	organisation	not	being	very	good	at	delivering	bad	news		A:	Mmm	yeah	sometimes	not	very	good	at	delivering	things	and	not	treating	people	with	as	I	said	not	appreciating	you	have	the	capacity	for	all	sometimes	the	people	are	gonna	be	anxious	about	things	that's	absolutely	part	of	the	process	
(protecting	people	from	bad	news:	they	can	take	it)	Q:	What	about	erm	criticism	how	does	criticism	find	its	way	around	the	organisation?		A:	I	don't	think	it	finds	its	way	around	very	well	actually	but	I	don't	think	culturally	and	I	know	I'd	absolutely	erm	put	myself	in	that	I	think	it's	it's	become	better	and	I	think	that	erm	sometimes	being	open	to	criticism	is	kind	of	wrapped	up	in	feedback	formal	feedback	processes	erm	and	that	erm	we're	open	to	feedback	we're	open	to	criticism	(problems	accepting	negative	feedback)	because	we	are	we	use	feedback	but	actually	it's	not	always	one	and	the	same	thing	if	you	get	somebody	to	fill	out	a	form	it	doesn't	then	mean	that	people	are	good	at	taking	the	criticism	or	the	feedback	which	ever	way	you	want	to	call	it	erm	but	it	is	quite	formalised	(formal	processes	for	negative	feedback)	actually	it	could	be	a	lot	more	informal	and	we	could	be	better	at	erm	at	having	an	organisational	culture	of	accepting	kind	of	erm	feedback	and	maybe	that's	something	that	that	top-down	bottom-up	I	don't	know	you	know	(informal	
negative	feedback	not	welcomed)	maybe	I	think	(name	of	organisation)	makes	some	grand	gestures	erm	if	we	dealt	with	things	more	on	a	more	casual	feedback	way	more	criticism	way	then	we	wouldn't	need	to	escalate	into	you	know	
(grand	gestures	on	voice	and	feedback)	we're	having	a	project	on	change	changing	things	if	we	were	better	at	listening	to	people	in	the	beginning	when	people	were	feeding	back	about	processes	or	the	way	things	are	done	then	we	wouldn't	need	to	hold	these	working	parties	changing	things	that	actually	people	who	are	working	on	a	day-to-day	basis	have	been	feeding	back	for	months	and	months	and	months	it's	only	when	we've	got	a	project	that's	led	by	a	senior		
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	manager	that	looks	into	this	but	if	we	listen	to	people	on	a	day-to-day	basis	it	might	not	escalate	up	to	the	grand	gesture	(importance	of	listening	informally)	Q:	Can	you	give	an	example	of	that?		A:	Erm	I	will	I	don't	want	this	to	sound	like	a	criticism	for	the	actual	I	think	some	good	things	have	come	out	of	the	project	but	we've	got	this	kind	of	cutting	through	the	red	tape	project	erm	which	has	had	some	really	good	outcomes	but	actually	there	are	things	that	came	out	of	that	that	are	age	old	and	there	are	people	who	I	work	with	that	have	been	saying	you	know	it	would	be	good	if	we	could	do	it	this	way	but	it	would've	been	nice	if	someone	had	listened	to	people	saying	could	we	do	it	this	way	without	it	having	to	escalate	into	a	big	project	
(escalation	to	grand	gesture	could	be	avoided)	and	that's	better	feedback	mechanisms	are	not	seeing	it	as	criticism	seeing	it	as	kind	of	like	well	let's	listen	to	a	better	way	of	doing	this	there	has	to	be	a	better	way	of	feeding	in	about	change	without	it	being	(...)	(managers	are	sensitive	to	criticism)	Q:	You're	pointing	upwards	a	lot	are	you	saying	therefore	that	decisions	are	made	up	there?		A:	Yeah	I	think	sometimes	they	are	instigated	from	up	there	I	think	that	they	then	do	get	buy-in	from	across	the	organisation	absolutely	you	know	they	go	out	and	say	right	we're	consulting	about	this	now	because	it's	become	a	problem	but	if	you	listen	a	little	bit	more	to	what's	going	on	down	here	on	a	day-to-day	basis	it	doesn't	escalate	into	a	problem	and	it	doesn't	then	need	to	be	led	erm	without	being	a	project	so	that	(...)	it	gets	it	gets	the	same	thing	done	it's	I	don't	know	when	and	how	there	are	mechanisms	for	doing	it	may	be	a	quicker	way	(grand	
gestures	take	time:	quicker	to	listen	in	the	first	place)	Q:	Is	it	because	decision-making	has	to	happen	at	a	particular	level?	A:	Possibly	yeah	maybe	maybe	that	is	what	you	know	it	has	to	be	led	or	or	change	has	to	be	led	from	there		Q:	So	are	you	saying	that	this	organisation	is	responsive	to	erm	criticism	but	it	likes	to	respond	in	its	own	way?	A:	I	think	it	takes	a	while	to	respond	is	what	I	suppose	I'm	saying	and	then	it	becomes	a	large	exercise	erm	and	it	takes	a	while	to	recognise	the	criticism	is	taking	place	and	that	recognition	comes	from	the	senior	management		
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	perspective	and	that	actually	criticism	of	feedback	can	happen	much	more	erm	organically	if	we	don't	call	it	criticism	we	call	it	something	about	feeding	in	and	having	people	having	a	voice	and	erm	yes	erm	and	about	people	having	control	over	day-to-day	things	that	matter	to	them	erm	I	think	that's	probably	something	the	organisation	I	feel	that	they	could	do	do	better	(grand	gestures	
take	time:	quicker	to	listen	in	the	first	place)	Q:	And	and	you	mentioned	control	there	do	you	think	that's	an	issue	in	voice?	A:	Yeah	I	do	I	think	that	they're	erm	very	I	think	that	they're	linked	because	if	you	don't	feel	you've	got	any	control	over	something	you're	not	likely	to	make	an	issue	of	it	or	or	have	a	voice	or	try	try	and	have	a	voice	because	if	you	don't	feel	you	can	control	it	a	lot	of	people	will	say	what's	this	because	you've	got	other	things	that	are	out	of	your	control	(no	control	=	no	voice)	so	there's	probably	not	many	people	in	the	organisation	jumping	up	and	down	about	what	they	can't	control	because	we're	all	too	busy	doing	our	day	jobs	(too	busy	to	worry	about	
what	you	can't	control)	Q:	OK	thank	you	erm	(...)	you	said	at	the	start	erm	that	you	wanted	to	talk	about	managers	the	manager's	perspective	and	if	I	can	get	you	to	think	about	your	own	line	manager	how	do	you	think	that	person	feels	about	you	sharing	your	own	ideas	opinions	and	suggestions	at	work?		A:	Erm	really	well	I	think	now	it's	not	always	been	the	case	but	at	the	moment	yeah	(...)	they	do	I	think	they	listen	I	think	they're	also	honest	about	erm	hearing	what	we're	saying	and	then	saying	that	that's	a	great	opinion	but	we're	that's	not	that's	not	something	we	can	take	on	board	at	the	moment	(good	manager	
listens	and	is	honest	if	nothing	can	be	done)	feeding	back	we	have	a	voice	and	then	erm	do	you	good	and	there	you	can	say	things	and	vent	but	it's	all	very	well	saying	to	people	yeah	course	we	want	to	have	your	opinion	but	if	that	doesn't	go	anywhere	and	they're	not	really	listening	(managers	ask	for	voice	but	don't	
listen)	it's	it's	like	taking	it	the	next	step	isn't	it	and	then	if	they're	really	listening	they	can	tell	you	that	actually	they've	heard	what	you	said	but	actually	at	this	moment	in	time	that	might	be	a	valid	opinion	I	can't	do	it	we	can't	influence	or	change	or	to	see	that	it	can	as	long	as	they're	feeding	back	to	you	about	that	voice	or	what	you're	saying	but	yeah	I	think	she's	pretty	good	erm	(...)		
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(good	manager	listens	and	is	honest	if	nothing	can	be	done)	I	don't	know	whether	that	extends	to	the	wider	team	or	whether	there's	just	a	select	few	that	always	have	voice	and	that	in	the	wider	team	that's	not	necessarily	always	the	case	don't	know	but	again	it's	administrators	and	people	who	are	working	on	a	day-to-day	basis	(voice	for	a	select	few)	with	because	you've	got	sort	of	different	structures	haven't	you	so	(...)	Q:	So	are	you	saying	that	you	as	a	manager	are	more	readily	listened	to	then?		A:	Perhaps	yeah	I	would	say	that	yeah	(managers	may	have	more	voice)	Q:	And	do	you	think	that's	the	way	that	it	is	here?		A:	Yeah	maybe	that	is	the	way	that	it	is	I	don't	yeah	think	erm	again	there	will	always	be	people	at	different	grades	on	these	bigger	panels	to	feed	back	into	them	but	on	a	day-to-day	basis	I'm	not	sure	that	the	same	is	true	across-the-board		Q:	What	do	you	mean	by	that	sorry?		A:	So	when	things	are	looked	at	because	they're	not	working	they	have	a	working	party	which	will	always	have	people	at	different	grades	but	on	a	day-to-day	(...)	basis	is	everybody	being	heard	in	the	same	way	I	don't	think	they	are	(lower	
grades	not	heard	day	to	day)	because	(...)	but	then	maybe	then	again	are	they	are	they	having	to	they	all	have	the	same	erm	opportunity	and	that	are	there	certain	people	who	will	always	take	up	that	opportunity	to	have	voice	more	or	is	it	that	there	are	certain	people	but	everybody's	got	the	same	opportunity	but	that	the	mechanisms	for	voice	aren't	right	for	the	silent	majority	or	it	might	be	the	way	we're	asking	people	giving	them	a	voice	isn't	right	for	everybody	I	don't	know	(one	size	fits	all	approach	to	voice)	we've	got	we've	got	the	staff	survey	which	again	is	a	formalised	way	of	kind	of	feeding	back	erm	every	couple	of	years	(mechanisms	for	voice)	Q:	So	you	said	earlier	that	it's	hard	to	be	reflective	in	certain	situations	because	they've	gone	through	the	agenda	and	that	people	experience	that	quite	often	here		A:	From	my	peers	yeah	I	think	that	there	are	I	don't	know	if	it's	the	nature	of	the	work	that	we	do	but	there	are	there	are	quite	a	few	reflectors	in	our	team	and	if	they're	put	in	a	situation	where	decisions	need	to	be	made	erm	there's	not	a	lot		
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	of	narrative	that	goes	with	that	I	think	that	they	do	they	sometimes	struggle	and	there	ought	to	be	another	way	and	maybe	you	know	from	a	business	perspective	that's	not	right	for	this	organisation	but	erm	I	do	see	that	kind	of	agenda	driven	process	quite	often	so	people	struggle	with	it	(reflectors	miss	the	boat)	Q:	Can	you	think	of	a	solution	to	that?	A:	(...)	It's	about	that	I	think	it's	about	mixing	up	ways	of	getting	feedback	from	people	having	voice	and	not	speaking	up	and	and	reviewing	feedback	and	having	voice	erm	if	you're	just	sticking	to	one	way	of	doing	things	going	forward	you	just	get	more	of	the	same	people	not	the	same	thing	but	the	same	people	who	will	always	have	a	voice	(one	size	fits	all	approach	to	voice)	I	don't	know	I	do	I	come	across	people	who	have	and	maybe	it's	to	do	with	personalities	and	situations	but	you	don't	feel	I've	got	a	voice	and	therefore	because	they	haven't	got	a	voice	they	feel	quite	despondent	(lack	of	voice	=	despondency)	and	then	you	think	well	actually	you've	got	the	same	voice	as	everybody	else	in	the	organisation	but	actually	is	it	because	they're	not	voicing	in	the	right	way	
(packaging	the	message)	you	know	it's	not	it's	not	that	they	don't	have	anything	to	say	or	they're	quite	happy	not	having	anything	to	say	because	there	will	always	be	an	element	of	people	who	have	nothing	to	say	about	it	and	that's	absolutely	fine	(some	people	don't	want	voice)	as	well	it's	the	ones	that	kind	of	(...)	they	have	got	something	to	say	but	actually	they're	saying	it	in	a	negative	way	rather	than	a	positive	way	because	they	wanna	say	it	but	it	just	turns	back	as	a	complaint	I	suppose	how	do	we	channel	that	people	complaining	into	something	positive	because	complaining	is	having	your	voice	it's	just	having	a	very	negative	voice	I	mean	it's	about	turning	that	into	a	positive	voice	(positive	
voice	is	heard)	Q:	Do	you	have	an	answer	to	that?		A:	Erm	yeah	I	think	it's	about	different	mechanisms	for	and	also	challenging	let's	well	if	you	feel	that	way	about	it	you've	obviously	got	an	opinion	and	at	the	moment	it's	a	negative	opinion	what	could	we	do	so	the	voice	is	about	what	can	we	do	to	give	you	a	voice	it	isn't	about	saying	you've	got	a	voice	its	about	saying	what	can	we	do	about	giving	you	a	voice	(positive	voice	is	heard)	how	would	you	like	to	communicate	(...)	to	the	wider	team	at	the	moment	you're		
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	communicating	it	but	you're	communicating	in	a	very	negative	way	to	a	small	number	of	people	that	potentially	has	a	scattergun	effect	you	know	kind	of	negativity	scattergun	it	tends	to	be	in	certain	areas	of	the	organisation	or	certain	departments	perhaps	who	don't	feel	that	they're	(one	size	fits	all	approach	to	
voice)	so	yes	it's	about	not	really	going	you've	got	a	voice	so	use	it	but	saying	well	you've	clearly	got	an	opinion	how	would	you	like	to	voice	without	saying	there	are	already	mechanisms	in	place	so	use	them	because	it's	obviously	not	working	because	the	mechanisms	are	already	there	(positive	voice	is	heard)	Q:	You	said	erm	that	erm	moaning	can	be	contagious...		A:	Yes	scattergun	(laughs)		Q:	And	you	said	there	are	particular	departments	where	this	happens	does	this	organisation	have	different	cultures	depending	on	where	you	are?	A:	I	don't	know	I	think	erm	I	think	quite	a	lot	of	it's	to	do	with	are	you	all	is	there	a	certain	level	of	the	department	where	people	are	unheard	is	there	below	that	kind	of	how	do	you	make	sure	it's	not	been	picked	up	(grade	affects	how	your	
voice	is	heard)	it's	not	been	communicated	up	I	don't	know	they	obviously	there	are	departments	they	have	particular	reputations	for	being	negative	and	you	go	outside	and	there's	a	set	of	people	having	a	fag	and	having	a	moan	probably	that's	fine	maybe	that's	just	letting	off	steam	but	erm	yes	those	kind	of	oh	things	can't	be	quite	can't	be	that	good	so	but	I	don't	know	I	think	there	is	a	management	thing	because	I've	seen	in	my	department	how	things	have	changed	when	you	bring	in	different	management	again	it's	about	modelling	behaviour	as	well	erm	if	if	if	the	way	of	communicating	is	moaning	then	it's	alright	to	do	it	I	don't	know	maybe	it's	modelling	management	that's	not	a	solution	necessarily	just	an	observation	(managers	should	model	good	voice	behaviour)	Q:	That's	really	interesting	what	does	(...)	how	can	a	manager	behave	that	lets	you	know	they're	interested	in	your	voice	what	do	they	do?		A:	Time	it's	something	I've	learned	because	again	that	goes	back	to	about	you	can	listen	it	may	sound	cliched	but	listening	and	hearing	are	two	very	very	different	things	and	even	if	erm	somebody	is	giving	an	opinion	but	it	can	be	a	very	useful	one	but	if	you	haven't	got	the	time	to	feed	back	to	action	it	you	lose	it	you	know	that	opinion	and	all	that	that	particular	voice	because	you	haven't	got	time	then		
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	to	move	it	forward	(managers	need	time	to	listen,	reflect	and	take	action)	so	you	need	to	make	sure	or	managers	need	to	make	sure	they've	got	the	time	(...)	because	they	generally	do	want	to	hear	what	people	have	to	say	because	if	you	give	it	a	voice	give	people	a	voice	and	it's	just	a	tick	box	exercise	then	(...)	I	suppose	it's	then	about	seeing	your	erm	you	have	an	opinion	seeing	that	that's	been	taken	to	you	know	it	either	comes	to	fruition	or	it's	thought	about	its	discussed	it's	erm	the	benefits	the	pros	and	cons	are	gone	through	so	it's	kind	of	broken	down	a	little	bit	(...)	yeah	(voice	as	a	tick	box	exercise	is	futile)	Q:	Anything	else	that	a	manager	can	do	to	show	you	that	they're	interested	you	mentioned	giving	time	and	erm	you	also	mentioned	genuine	genuinely	inviting	voice	any	any	other	behaviours	that	would	let	you	know	your	voice	is	welcomed?	A:	Erm	I	think	it's	about	seeing	it	kind	of	erm	actioned	seeing	it	followed	through	and	giving	you	credit	for	your	opinions	as	well	so	erm	not	running	away	with	them	(managers	taking	credit	for	others'	ideas)	that's	important	I	think	it's	also	about	challenging	you	know	being	challenged	in	terms	of	your	opinion	that's	when	you	know	somebody's	really	listening	not	challenge	you	in	a	you	know	negative	way	but	they	kind	of	yeah	OK	or	or	they	wanna	know	more	they	ask	you	to	elaborate	on	what	you	said	(challenge	means	manager	is	listening	to	you)	and	also	to	take	ownership	you	had	that	opinion	and	why	is	that	so	allowing	us	to	take	ownership	and	work	it	through	those	kind	of	erm	(...)	(take	ownership	of	
your	voice:	don't	just	dump	your	complaints)	Q:	OK	OK	thank	you	you	also	mentioned	erm	a	while	ago	about	in	some	parts	of	(name	of	organisation)	it's	easier	to	be	heard	than	others	can	I	ask	you	about	your	work	environment	your	your	work	team	how	would	you	describe	the	culture	of	that	particular	department	or	team?	A:	OK	erm	we've	got	very	(...)	clear	erm	core	values	in	the	team	what	we	do	is	that	we	tiptoe	around	each	other	quite	a	lot	sometimes	that	can	result	in	kind	of	passive	I	can't	think	of	any	other	way	of	describing	it	passive	aggressive	behaviours	that	erm	because	we're	afraid	to	challenge	and	we	don't	take	criticism	very	well	(afraid	to	challenge	and	criticise	in	team)	it's	quite	a	sensitive	bunch	erm	that	we	do	quite	a	lot	of	kind	of	checking	in	with	each	other	but	(...)	we	selectively	we	select	we	hear	the	bits	that	all	the	good	bits	and	we		
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	don't	necessarily	want	to	hear	the	bad	bits		because	we	don't	know	how	to	deal	with	the	bad	bits	so	we	block	the	bad	bits	out	and	we	don't	challenge	or	(...)	investigate	further	(blocking	out	bad	news)	erm	so	on	the	surface	it	it's	great	we're	all	checking	in	with	each	other	we're	all	doing	that	but	for	me	personally	if	you	dig	a	little	deeper	you're	checking	in	you're	doing	all	the	right	things	I'm	not	sure	you're	actually	listening	to	the	bad	stuff	because	when	we	hear	it	we	don't	know	what	to	do	with	it	so	we'll	stop	somebody's	voice	if	it's	a	kind	of	a	erm	yeah		Q:	What	do	you	mean	by	checking	in?	A:	Well	you	know	are	you	having	a	good	day	are	you	fine	lots	of	that	you	know	but	we	don't	wanna	hear	from	anybody	if	you	aren't	fine	we	wanna	hear	that	they're	fine	that's	not	listening	(laughs)	that	just	checking	in	when	somebody	is	fine	and	we're	really	good	at	that	but	that's	where	and	it's	only	you	know	only	a	minor	criticism	in	that	we're	all	very	good	and	I	think	a	lot	better	than	some	other	departments	in	doing	that	kind	of	you	know	but	if	if	if	you	don't	want	to	know	when	somebody	is	not	fine	you	shouldn't	ask	whether	they're	fine	you	need	to	be	able	to	hear	when	it's	not	(afraid	of	bad	news	in	the	team)	and	I	think	that's	why	and	I	and	we	recognise	that	that's	probably	where	we	need	to	do	some	work	and	we	also	need	to	do	some	work	about	(...)	around	accepting	criticism	because	we're	all	too	nice	to	each	other	yeah	(sensitivity	to	criticism)	that's	basically	what	I	mean	(laughs)	but	then	challenging	each	other	a	little	bit	more	and	getting	below	kind	of	erm	cause	you	know	what's	really	getting	beneath	what's	really	going	on		Q:	How	closely	do	you	think	your	team	culture	mirrors	the	culture	of	(name	of	organisation)?	A:	I	think	we're	quite	(...)	erm	it's	been	quite	interesting	because	we've	had	some	new	members	of	the	team	come	in	from	external	organisations		I've	been	here	for	quite	a	long	time	so	and	I've	been	in	the	same	department	for	quite	a	long	time	erm	and	the	new	members	of	the	team	have	kind	of	come	in	and	gone	gosh	you	lot	are	so	sensitive	and	but	also	they've	identified	that	they've	never	been	spoken	to	in	the	same	way	that	they	have	been	by	other	departments	
(department	cultures	are	different)	erm	and	whether	that's	just	a	cultural	thing	because	of	what	they	do	for	a	living	erm	and	they're	used	to	more	sort	of		
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	challenging	but	I	I	think	we	are	quite	different	because	of	what	we	do	in	terms	of	erm	member	focus	and	erm	so	I	don't	know	about	other	departments	erm	like	(named	department)	and	they're	like	apples	nuts	and	bolts	I	don't	know	they're	so	different	quite	a	rigid	kind	of	structured	erm	what's	the	word	(...)	(culture	
driven	by	work	of	the	department)	Q:	Do	you	think	the	culture	of	the	organisation	encourages	the	sharing	of	suggestions	and	ideas?		A:	Erm	I	suppose	it	goes	back	to	my	original	point	that	I	think	they	do	it	at	a	corporate	level	I	don't	think	it's	very	organic	and	I	don't	think	erm	that	if	somebody	made	a	suggestion	then	again	this	kind	of	a	formal	way	of	doing	it	it's	all	on	the	intranet	it's	all	on	line	sort	of	the	suggestion	of	the	week	(mechanisms	
for	voice)	like	yeah	I	guess	that	gives	people	a	voice	who	might	otherwise	not	have	it	but	it's	just	OK	if	I	want	to	say	to	somebody	erm	in	another	department	you	know	can	we	meet	on	the	Tuesday	Tuesday	is	really	bad	because	there's	something	else	going	on	on	Tuesday	we	don't	need	to	procrastinate	but	just	listen	to	people	don't	take	it	as	a	criticism	take	it	as	a	suggestion	I	think	that's	probably	where	we	could	do	more	erm	and	again	I	think	that	that	comes	from	people	being	a	bit	more	it	sounds	like	a	cliche	but	being	a	bit	more	resilient	to	criticism	or	to	change	suggestions	(sensitivity	to	criticism)	Q:	And	what	about	you	as	a	manager	how	open	are	you	to	erm	constructive	criticism	from	your	staff?	A:	Better	than	I	was	definitely	erm	I've	always	wanted	to	make	things	alright	erm	so	the	thought	that	I	wasn't	making	erm	that	that	that	the	team	weren't	happy	would	cut	to	the	quick	and	so	the	criticism	that	the	team	weren't	happy	I	found	it	very	difficult	to	accept	that	something	could	be	generally	alright	(sensitivity	to	
criticism)	but	there	is	something	going	on	that	erm	but	I'm	much	better	at	that	now	I	think	I'm	much	better	at	asking	asking	for	feedback	and	criticism	
(learning	to	accept	criticism)	and	I've	also	become	much	better	at	the	time	thing	you	know	time	for	prep	time	for	reflection	afterwards	not	just	moving	from	one	thing	to	the	next	and	then	going	oh	I	haven't	done	the	notes	from	the	last	meeting	and	I	don't	know	what	it	is	that	I	said	that	we	would	do	erm	and	from	that	making	time	you	do	you	go	from	that	position	to	make	you	just	wanna	get		
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	through	it	(time	as	barrier	for	accepting	criticism)	so	you	don't	want	criticism	because	that	makes	it	even	more	difficult	to	get	through	what	you	wanna	do	a	list	of	things	to	do	but	once	you	plan	and	you've	got	time	for	reflection	and	you've	got	time	to	action	the	points	you	actually	become	more	open	because	you	have	got	time	actually	if	you	want	to	if	you	if	you	want	to	go	through	with	some	of	the	things	that	you	want	to	discuss	when	you	go	like	that	you're	more	open	because	you've	got	more	time	and	you	know	it's	not	like	you	bring	something	in	and	it's	a	curve	ball	and	you	can't	cope	with	it	because	you	because	you're	trying	to	juggle	everything	else	(time	makes	you	more	open	to	voice)	is	just	and	I	mean	the	very	fact	that	you're	sitting	there	and	going	actually	I've	got	time	to	(...)	people	are	much	more	able	to	provide	you	with	that	feedback	because	you're	asking	for	it	you're	not	going	yeah	you	give	me	what's	your	360°	because	you've	got	so	much	to	get	on	with	you're	asking	the	question	(time	makes	you	more	open	to	
voice)	so	you're	thinking	you're	doing	360	but	actually	you're	not	because	you're	(...)	it's	very	difficult	to	give	constructive	criticism	to	a	manager	it's	really	hard	and	I	think	that	we	can	do	lip	service	but	actually	to	genuinely	do	it	I	know	it's	hard	so	it	must	be	hard	for	potentially	hard	(managers	are	sensitive	to	
criticism)	but	if	you	ask	somebody	why	they're	not	doing	it	you're	perpetuating	the	reason	that	they're	not	doing	it	in	the	first	place	you	know	if	they	haven't	got	a	voice	to	tell	you	it	then	you	asking	them	why	they're	not	doing	it	you	haven't	changed	you	haven't	changed	your	approach	or	your	culture	or	your	(...)	(one	
size	fits	all	approach	to	voice)	Q:	Do	you	think	that	this	organisation	is	generally	sensitive	to	criticism?		A:	(...)	Erm	I	think	it	is	yes	I	think	it	strives	I	think	that	comes	from	striving	to	be	really	brilliant	and	when	you	strive	to	be	really	brilliant	criticism	can	be	more	difficult	it	shouldn't	be	because	it	should	help	you	become	brilliant	but	I	don't	think	it	copes	very	well	with	criticism	from	its	members	(organisation	sensitive	
to	criticism	because	it	strives	to	be	brilliant)	erm	I	think	if	it	coped	better	with	criticism	from	its	members	it	would	be	stronger	in	its	reaction	to	criticism	I	think	that	there	is	a	erm	somebody	criticises	and	there	is	the	automatic	default	in	that	you	run	round	like	a	headless	chicken	you	can't	quite	cope	with	the	criticism	erm	and	you	act	really	quickly	on	it	(organisation	responds	too	quickly	to	criticism:		
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doesn't	reflect)	and	you're	worried	about	it	I	want	to	get	it	fixed	erm	actually	criticism		can	be	a	time	for	standing	back	and	it's	fine	for	our	members	to	erm	to	not	like	everything	that	the	organisation	does	if	we're	clear	about	why	we're	doing	things	for	what	reason	just	because	somebody	doesn't	like	it	wanted	to	criticise	it	doesn't	mean	that	we're	necessarily	doing	something	wrong	
(organisation	should	stand	firm	in	the	face	of	criticism)	but	the	way	we	react	to	our	members	criticising	kind	of	gives	the	impression	that	we	think	that	we	are	doing	something	wrong	and	you	see	the	Facebook	kind	of	because	we	have	social	media	and	people's	ability	to	feedback	is	instant	it	can	be	quite	damning	(social	
media	needs	instant	response)	although	in	public	wanting	to	fix	it	gives	the	impression	that	we	are	doing	something	that	we're	not	proud	of	whereas	if	you	say	we	had	a	think	about	that	we've	had	time	to	reflect	on	that	and	actually	this	is	our	response	I	think	I	mean	I	know	that	our	department	is	you	know	we	don't	like	members	criticising	what	we're	doing	and	I	sometimes	would	like	to	say	well	is	it	because	of	the	mechanisms	that	click	into	place	once	the	complaint	is	made	
(formal	mechanisms	for	complaints)	you	know	it	feels	all	kind	of	like	we	should	be	like	OK	somebody	doesn't	like	the	way	we	are	doing	something	we	can	learn	from	it	but	it's	not	about	it	being	about	I	mean	we	shouldn't	assume	because	someone	has	criticised	what	we're	doing	that	that	criticism	is	always	valid	it's	valid	in	that	somebody	is	allowed	to	make	that	criticism	but	it's	not	necessarily	valid	in	terms	of	our	processes	(member	criticisms	aren't	always	
valid)	and	the	way	that	we're	managing	expectations	we're	not	(...)	particularly	good	at	managing	expectations		Q:	The	expectations	of	your	members?		A:	Yeah	members	and	our	staff	sometimes	yes	we	do	our	default	mode	doesn't	always	get	the	impression	that	you're	strong	in	where	you	stand	(organisation	
should	stand	firm	in	the	face	of	criticism)	Q:	OK	erm	so	we	talked	about	erm	your	interest	in	this	research	we've	talked	about	how	you	erm	go	about	sharing	ideas	how	your	manager	responds	and	the	organisational	culture	erm	I	want	to	go	back	to	something	you	said	earlier	which	was	you	talked	about	a	certain	type	of	person	getting	heard	more	often	in	this	organisation	what	types	of	people	get	listen	to	here?		
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	A:	Confident	people	yeah	(...)	yes	(confident	people	get	heard)	Q:	Can	you	say	a	bit	more	about	that?	A:	Erm	erm	again	this	might	be	to	do	with	the	erm	mechanisms	or	avenues	for	people	to	give	voice	and	because	you	know	it's	erm	if	you're	confident	quick	and	erm	you	have	a	voice	and	then	you	continue	to	have	a	voice	because	you'll	be	the	one	that	gets	called	in	because	you	have	a	voice	it's	kind	of	cyclical	so	yes	
(confidence	breeds	confidence)	Q:	So	are	people	who	give	voice	rated	more	highly	in	this	place	then?	A:	Yeah	the	vocal	ones	yeah	without	a	doubt	(people	who	voice	are	rated	more	
highly)	Q:	And	you	seem	to	be	saying	the	way	in	which	the	mechanisms	for	voice	are	set	up	means	(...)	being	reflective	doesn't	help	you		A:	Not	always	no	no		Q:	What	about	if	you	have	ideas	that	are	different	from	those	around	you	what	what	do	you	do	if	you	think	differently?	A:	Personally	erm	in	a	safe	team	I	would	be	more	able	to	to	bring	those	up	but	more	generally	erm	if	they	are	different	and	you've	got	somebody	louder	who's	got	a	different	voice	then	I	will	back	off	that's	me	personally	(if	you	think	
differently	back	off)	that's	not	necessarily	erm	I	don't	think	I've	ever	been	in	a	situation	whereby	(...)	somebody	has	been	a	spokesperson	for	somebody	else	no	that's	not	true	it	has	happened	but	I	don't	often	see	erm	this	situation	we've	got	people	who	are	more	confident	have	been	here	for	a	long	time	kind	of	moderate	and	say	could	you	just	let	because	somebody	there	has	got	something	to	say	
(longer	servers	heard	more)	and	it's	usually	because	they've	got	seniority	anyway	but	erm	I'd	like	to	see	a	bit	more	moderating	and	ownership	and	help	and	support	for	people	who	perhaps	are	more	reflective	(reflectors	miss	the	
boat)	or	not	as	confident	to	say	erm	(...)	actually	(laughs)	but	that's	difficult	again	because	that's	sometimes	somebody's	manager	or	somebody	who	is	more	senior	erm	yeah	(senior	people	heard	more)	Q:	And	are	you	also	saying	that	senior	people	are	more	likely	to	be	heard	here?		A:	Yeah	I	think	so	but	I	don't	know	whether	that's	not	common	across	most	organisations	(senior	people	heard	more)	(same	in	other	organisations)
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	Q:	Why	is	that?		A:	Is	it	that	well	how	did	they	get	to	more	senior	positions	in	the	first	place	is	it	because	they've	got	you	know	better	ability	to	be	heard	because	it's	kind	of	which	came	first	scenario	erm	and	then	the	structure	erm	perpetuates	it	I	don't	know	(people	with	voice	get	promoted)	Q:	What	do	you	think?		A:	I	think	yeah	probably	I	just	try	and	think	of	a	senior	manager	you	know	their	ability	to	get	their	point	across	(laughs)		Q:	Erm	so	confident	people	quick	people	and	more	senior	people...		A:	Yeah	quick	I	think	it's	the	quick	thinkers	but	that's	a	great	asset	for	somebody	who	thinks	quickly	but	also	not	having	experience	of	people	who	take	a	little	bit	longer	to	formulate	ideas	but	(...)	(quick	thinkers	get	heard	more)	Q:	Do	you	think	decisiveness	is	a	trait	that's	erm	a	positive	thing	then?	A:	Mmm	not	always	(...)	it	depends	on	the	circumstance	sometimes	you	need	to	be	decisive	but	I	don't	think	every	situation	requires	you	to	be	decisive	I	think	it's	a	good	trait	you	have	to	be	sometimes	you	just	have	to	think	on	your	feet	and	people	who	therefore	are	better	able	to	do	that	get	the	voice	and	should	have	the	voice	probably	but	then	you	can't	then	apply	that	to	everything	there	will	be	situations	where	a	bit	more	reflection	is	required	(reflectors	miss	the	boat)	or	you	know	would	benefit	from	a	bit	more	reflection	(quick	thinkers	get	heard	
more)	Q:	Erm	and	what	do	you	think	about	how	women	are	heard	at	(name	of	organisation)?	A:	That's	such	a	hard	question	because	we	are	predominantly	female	so	therefore	if	you	asked	this	question	say	at	Ford	erm	it	it	would	have	some	better	context	erm	women	because	women	are	women	but	we	are	predominantly	women	(workforce	is	mainly	women)	I	don't	work	on	a	day-to-day	basis	with	a	lot	of	men	to	be	fair	so	erm	yes	I	think	we	have	a	voice	in	the	organisation	erm	
(women	are	heard	equally)	if	you	wanted	to	analyse	it	a	bit	more	then	a	lot	of	the	senior	posts	within	the	organisation	are	men	you	know	in	a	very	female	weighted	organisation	(more	men	in	senior	posts)	that's	across	(name	of	profession)	as	well	so	erm	I	don't	feel	I'm	in	situations	often	where	there	are		
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	men	and	women	in	the	room	and	women	don't	get	a	voice	I	don't	think	it's	an	issue	(women	are	heard	equally)	Q:	Do	you	think	there	is	an	issue	around	people	of	different	classes	being	heard	in	(name	of	organisation)?	A:	(...)	No	but	again	is	that	because	we're	not	representative	across	the	board	is	there	a	swing	in	one	particular	direction	so	therefore	I	think	we'll	do	I	know	about	people's	class	are	we	classless	is	it	something	that	we	think	about	is	it	something	we	should	think	about	when	I'm	in	a	room	with	somebody	do	I	know	what	class	they	are	I	don't	I	can't	judge	somebody's	class	by	their	accent	and	therefore	no	it	probably	doesn't	I	mean	unless	I	was	to	be	judgemental	about	the	fact	that	somebody	was	in	a	particular	class		they	were	from	a	particular	ethnic	or	they	had	a	particular	accent	or	erm	and	that	would	be	me	making	the	judgement	rather	than	me	knowing	what	class	somebody	was	from	so	I	don't	think	it	enters	into	a	lot	of	my	thinking	(social	class	is	not	an	issue	for	voice)	Q:	And	you	mentioned	ethnic	origin	there	do	you	think	that	people	from	different	ethnicities	are	heard	equally	at	(name	of	organisation)?		A:	Mmm	that's	really	difficult	for	me	to	answer	because	obviously	I'm	white	we	can	talk	about	class	though	erm	but	yes	we	are	I	mean	supposedly	a	bit	top	down	and	again	cause	I	see	people	of	all	ethnic	backgrounds	having	a	voice	whether	that's	disproportionate	I	don't	know	you	know	you	can	always	think	of	examples	to	to	back	up	what	you're	thinking	I	mean	my	manager	is	black	we've	got	senior	managers	from	various	ethnic	backgrounds	but	is	that	just	because	that's	my	manager	my	immediate	line	of	vision	does	that	mean	that	everybody	gets	a	voice	I	don't	know	(BAME	workers	have	equal	voice)	Q:	OK	another	area	I'd	like	to	move	into	if	I	may	is	thinking	about	how	you	package	what	it	is	you've	got	to	say	and	I	wonder	if	you	have	any	views	on	this	I	wonder	how	how	can	you	present	your	ideas	here	so	they	have	the	best	chance	of	being	heard?	A:	You	need	a	champion	(champions	will	help	get	your	voice	heard)	Q:	You	need	a	champion	OK	A:	Although	you	don't	need	a	champion	you	are	(...)	better	off	having	a	champion	you	know	you	have	an	idea	and	you	want	it	to	be	heard	then	you	share	it	with		
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	somebody	who	then	says	he'll	do	the	work	and	will	give	your	voice	a	different	you	know	whether	it's	some	minor	operational	thing	or	whether	it's	an	idea	erm	yes	you're	better	having	a	champion	which	is	a	voice	for	your	own	voice	isn't	it	by	default	you	get	a	voice	a	louder	voice	than	your	voice	and	you	get	a	bigger	voice	(champions	will	help	get	your	voice	heard)	Q:	Erm	and	I	guess	when	you	say	(...)	use	the	word	champion	it's	an	informal	kind	of...		A:	Yes	yeah	there	are	no	formal	champions	(laughs)	it's	just	a	term	that	fits	the	scenario	yeah	you	you	have	somebody	who	buys	into	your	idea	or	what	you	want	to	have	a	voice	about	or	a	wider	voice	and	that	for	me	is	you	know	that's	OK	because	I	find	certain	situations	difficult	so	therefore	having	somebody	to	champion	is	something	that	fits	into	my	but	yes	you	get	a	bigger	voice	
(champions	have	a	bigger	voice)	and	that's	what	we're	what	I'm	told	from	management	is	if	you	have	an	idea	who's	going	to	back	it	who	are	you	going	to	have	there	who's	going	to	be	your	voice	you	never	have	an	idea	in	a	vacuum	(you	
are	expected	to	find	a	champion)	Q:	And	when	you	say	when	you	use	the	word	champion	do	you	immediately	think	of	somebody	in	particular?	A:	Depends	on	what	the	issue	is		Q:	It	always	depends	on	that?		A:	Yeah	not	always	sometimes	you	know	there	are	people	who	are	on	the	same	thought	process	so	therefore	they	are	more	likely	to	be	erm	(...)	and	there	are	people	who	are	more	naturally	inclined	to	facilitate	somebody	else's	voice	because	they	haven't	got	any	other	personal	agenda	or	conflicting	agenda	you	know	that	they're	going	to	take	it	on	its	own	merits	rather	than	think	about	the	politics	of	it	so	yeah	(different	sorts	of	champions)	Q:	So	a	champion	would	be	positioned	better	than	you		A:	Yeah	yeah	Q:	And	it	might	be	above	or	it	might	be...		A:	No	it's	usually	above	(champions	are	more	senior)	Q:	What	does	that	tell	me	about	the	way	in	which	decisions	are	made	in	this	organisation?	
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	A:	Top	down	(laughs)	(decisions	are	made	at	the	top)	Q:	OK	so	you	need	a	champion	erm	(...)	is	there	a	way	in	which	you	can	present	your	message	to	that	person?		A:	Again	it	would	depend	on	the	person	some	people	want	it	all	in	black	and	white	on	paper	for	others	it	would	just	be	a	concept	or	an	idea	some	people	you	go	to	with	the	idea	and	they'll	work	it	up	(package	the	message	to	suit	the	
audience)	or	you'll	be	part	of	their	kind	of	erm	overall	erm	others	will	allow	you	to	to	coach	you	to	have	a	voice	which	is	I	suppose	it's	the	preferable	way	of	doing	it	but	that's	that's	maybe	one	or	two	people	you	would	go	to	who	will	help	you	you	know	there	will	be	a	champion	but	they'll	help	you	to	have	your	own	voice	whereas	some	people	will	be	your	voice	and	others	will	take	it	and	it	will	be	their	voice	you	know	so	it	just	really	depends	(different	sorts	of	champions)	Q:	Erm	if	I	look	at	(name	of	organisation)	as	a	whole	now	you	talked	about	the	culture	you	talked	about	the	way	in	which	decisions	are	made	you	talked	about	the	systems	that	are	in	place	for	voice	how	do	you	think	this	organisation	benefits	from	hearing	the	voice	of	its	staff?	A:	Erm	I	think	if	you	don't	hear	your	staff	you	you	don't	know	what	you	don't	know	do	you	so	you	don't	listen	you	just	get	more	entrenched	in	the	same	way	of	doing	things	erm	and	you	don't	change	you	don't	evolve	you	don't	move	forward	erm	(...)	(impact	of	silence:	no	change	or	progression)	going	back	to	the	point	that	I	made	before	it's	also	you	don't	change	and	you	don't	move	forward	but	you	then	you	also	open	yourself	up	potentially	to	the	(senior	group	of	people)	not	listening	because	people	will	always	have	a	voice	it	might	not	be	heard	in	the	right	way	and	it	becomes	sometimes	a	negative	force	rather	than	something	that	you	harness	(positive	voice	is	heard)	and	erm	use	to	inform	change	erm	(...)	so	yes	you	know	you	lose	out	so	much	well	people	are	on	the	ground	aren't	they	you	know	they're	doing	stuff	and	they're	experiencing	things	erm	and	can	contribute	to	different	ways	of	working	if	you	don't	listen	to	that	you're	you're	losing	so	much	valuable	data	and	information	and	yeah	it	will	kind	of	it'll	turn	to	a	negative	I	think	(impact	of	silence:	loss	of	data)	Q:	And	you	seem	to	be	saying	that	voice	is	inevitable	anyway			
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	A:	Yeah	yeah	I	think	it	is	for	most	people	not	for	everybody	some	people	as	I've	said	previously	are	quite	happy	and	have	an	opinion	but	don't	actually	want	to	be	asked	and	if	you	ask	them	too	often	they	you	know	get	prickly	(laughs)	and	that's	fine	and	there	will	always	be	a	percentage	of	people	who	just	want	things	to	happen	and	don't	necessarily	want	to	inform	change	(some	people	don't	
want	a	voice)	but	I	think	everybody	has	a	voice	it's	how	it's	used	possibly	or	acknowledged	so	I'm	not	going	to	take	on	everything	that	everybody	says	in	terms	of	their	opinions	because	they're	gonna	be	conflicting	anyway	half	the	time	but	it's	about	hearing	it	and	then	using	it	or	or	not	using	it	but	explaining	why	(good	managers	listen	and	are	honest	if	nothing	can	be	done)	Q:	OK	and	when	you're	heard	as	an	individual	what	does	it	feel	like?	A:	It's	really	positive	really	positive	erm	I	think	being	heard	erm	even	if	it's	not	actioned	being	genuinely	heard	it's	not	as	positive	than	if	you	have	an	idea	and	it's	actioned	and	you	can	see	it	come	to	fruition	or	even	if	you	have	an	idea	and	it's	acknowledged	and	it's	not	dismissed	then	that	it	can	be	it's	not	as	positive	I'd	be	lying	if	I	said	it	felt	as	positive	but	it	but	it	feels	still	feels	positive	a	positive	experience	(being	heard	is	positive	even	if	not	acted	upon)	you	know	if	you're	given	a	voice	but	it's	not	listened	to	that's	a	negative	that	again	it's	a	negative	you	know	it's	like	going	through	tick	boxes	and	processes	ask	somebody's	opinion	but	you	don't	actually	think	you're	going	through	the	motions	but	you	don't	do	anything	that's	a	negative	(voice	as	tick	box	exercise	is	futile)	but	if	you	have	an	opinion	and	it's	acknowledged	accepted	but	perhaps	then	move	over	it	that's	still	positive		Q:	Is	this	place	the	kind	of	place	that	gives	voice	but	never	listens?		A:	No	that	that's	definitely	an	overstatement	I	think	it	sometimes	gives	voice	in	a	bit	too	formal	a	way	(voice	mechanisms	are	too	formal)	Q:	OK	and	how	do	you	feel	if	your	voice	isn't	welcomed	how	does	that	make	you	feel?		A:	Erm	rubbish	yeah	it	is	because	it	makes	you	feel	you	step	back	a	bit	(negative	
impact	of	voice	not	welcomed)	because	for	some	people	it's	not	easy	to	give	voice	on	a	scale	of	1	to	10	there	will	be	people	who	find	it	really	easy	and	it's	just	ideas	and	just	throwing	things	out	there	and	it	doesn't	matter	whether	anybody		
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	listens	they're	going	to	say	it	anyway	and	there	will	be	other	people	down	here	on	the	scale	who	find	it	really	really	difficult	if	they're	not	listened	to	they're	not	going	to	do	it	in	a	positive	way	again	they'll	do	it	in	another	in	another	channel	a	negative	channel	so	yeah	no	it	doesn't	feel	good	when	you're	not	listened	to	
(voice	not	welcomed	is	tough	for	those	who	don't	find	voice	easy)	Q:	And	what	about	you	erm	you	said	it	feels	rubbish	what	does	that	feeling	lead	you	to	do?		A:	Well	it's	up	to	you	taking	the	opportunities	in	the	future	it	doesn't	stop	you	having	an	opinion	it	doesn't	stop	me	having	an	opinion	but	again	it	might	mean	they	don't	particularly	voice	them	in	a	positive	way	erm	maybe	in	a	negative	slightly	negative	way	or	you	might	have	discussions	with	other	people	but	actually	what	does	that	do	to	influence	you	know	you're	having	these	discussions	but	you	actually	you're	still	having	them	in	a	way	in	an	informal	way	but	then	they	have	no	impact	on	no	influence	so	you	do	it	again	(voice	not	listened	to	
means	you	voice	in	a	negative	way)	to	go	back	to	that	losing	losing	valuable	kind	of	information	or	feedback	so	yeah	I	mean	if	I'm	not	listened	to	it	doesn't	stop	me	talking	(laughs)	if	people	are	interested	I	might	just	not	do	it	in	a	constructive	way	I	do	it	in	an	either	lost	cause	way	over	in	the	pub	or	in	a	you	know	just	talking	about	stuff	letting	off	steam	erm	or	you	might	you	might	do	it	in	a	kind	of	negative	(...)	way	yeah	you	might	do	it	people	might	do	it	anonymously	you	know	or	waiting	till	your	big	vent	you	know	you're	not	heard	on	a	day	to	day	basis	so	it	kind	of	spills	out	you	know	(voice	not	welcomed	
means	you	vent	and	it	boils	over)	maybe	in	an	appraisal	or	a	one-to-one	you	go	oh	I'm	not	happy	but	actually	if	you	were	heard	on	a	regular	basis	when	you	get	to	your	appraisal	it	should	just	be	part	of	a	bigger	process	(voice	needs	to	be	
heard	on	a	day	to	day	basis)	Q:	And	is	that	another	example	of	the	bigger	gesture	whereas	if	people	listened	to	you	earlier	on...		A:	Yeah	I	think	again	that	the	organisation	is	better	at	doing	that	in	one-to-ones	but	also	you	know	why	leave	things	for	a	one-to-one	you	might	have	a	one-to-one	once	a	month	and	you've	got	a	list	of	things	to	talk	about	actually	when	you	have	a	one-to-one	you	might	sometimes	struggle	to	find	things	to	talk	about		
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	because	on	a	day-to-day	basis	you're	talking	and	you're	listening	(voice	needs	to	
be	heard	on	a	day	to	day	basis)	and	so	you	know	you	sit	down	you've	got	an	hour	let's	talk	about	something	else	so	yeah	it	could	be	potentially	a	positive	but	sometimes	those	one-to-ones	do	feel	and	appraisals	do	feel	they're	important	because	they're	your	absolute	baseline	aren't	they	and	I	suppose	if	you	take	that	baseline	away	there	might	be	people	who	didn't	get	on	but	it	shouldn't	be	the	only	it	shouldn't	be	the	main	event	(importance	of	mechanisms	as	a	baseline)	Q:	So	everybody's	heard	in	some	kind	of	way	in	this	organisation	even	if	it's	just	through	one-to-ones		A:	Yeah	yeah	but	then	if	you're	just	heard	in	a	one-to-one	if	it	just	stops	there	it's	back	to	that	glass	ceiling	is	that	positive	(voice	doesn't	float	upwards)	Q:	OK	is	there	anything	else	you'd	like	to	talk	about	that	we	haven't	covered?		A:	No	I	don't	think	so	no		Q:	OK	well	thank	you	very	much	for	your	time								
